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Introduction

This Pay Policy Statement complies with Section 38 of the Localism Act 2011,
which requires local authorities to produce a pay policy statement for each

financial year for transparency and accountability within Local Government.

It may be adapted and/or updated by agreement at a Full Council meeting.

Castle Point Borough Council (the ‘Council’) reserves the right to review,
revise, amend or replace the content of this Pay Policy Statement from time to

time to reflect service delivery needs and to comply with new legislation.

Scope

This Pay Policy Statement meets the statutory duty to provide the Council with
a description of the policy on staff remuneration for annual approval. It provides
information on remuneration arrangements for staff directly employed by the

Council.

This Pay Policy Statement sets out the Council’s policy with regard to:
o the remuneration of ‘chief officers’
« the remuneration of the lowest paid employees

« the relationship between chief officers’ remuneration and that of other
officers.

In this Pay Policy Statement, ‘senior management’ covers posts in the top three
tiers of the organisation. These include the Chief Executive (Head of Paid
Service), Directors and Assistant Directors. Posts in this group in Castle Point

Borough Council are as follows:

(a) the Head of Paid Service (Chief Executive)
(b) the Director of Commercial and Assets

(c) the Director of Corporate and Customer
(d) the Director of Place and Communities
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(e) persons who, as respects all or most of their duties, report directly to or
are accountable to the posts listed in (a), (b), (c) and (d) above (other
than staff whose duties are of an administrative or support nature).

“‘Remuneration” for the purposes of this Pay Policy Statement includes these
elements:

e basic salary

e pension

« all other allowances arising from employment.

3 Definitions

3.1

3.2

3.3

3.4

3.5

For the purposes of this statement, senior management means ‘chief officers’
as defined within S43 of the Localism Act. The posts falling within the statutory

definition are posts in the top three tiers of the organisation.

Chief Executive is the Chief Executive, who also performs the statutory role of
Head of Paid Service under section 4(1) Local Government and Housing Act
1989.

Chief Officers are Directors and the Statutory Senior Officers.

Senior Officers, for the purposes of this statement, are Assistant Directors.

Statutory Senior Officers are the Assistant Director Finance and
Procurement, who is the Council’s Chief Finance Officer (S151) under section
151 Local Government Act 1972 and section 6 Local Government and Housing
Act 1989. Assistant Director Legal, who is the Council’s Monitoring Officer
under section 5 Local Government and Housing Act 1989. These posts are not
Chief Officer posts as defined by the Council’s constitution but meet the

definition of S43 Localism Act.



3.6 All Other Staff refers to staff, excluding Chief Officers, Senior Officers and the
Chief Executive.

3.7 The Lowest Paid Staff are defined as employees paid on Spinal Column Point
2 of the National Joint Council (NJC) for Local Government Services pay
scales. This definition has been adopted as it is the lowest level of
remuneration attached to a permanent post in the Council.

4 General policies relating to the Chief Executive, Chief Officers, Senior
Officers and All Other Staff

4.1 In accordance with the principle of equal pay, all staff will be treated equally
irrespective of gender and average pay for men and women will be equal for
like work. The Council has a legal duty to report on the gender pay gap and this

information is published annually on the Council’s website.

4.2 The Council has a Pay Protection Policy for those staff whose posts are
downgraded as a consequence of changing organisational requirements and
where this results in a salary reduction. An additional pay protection
arrangement is in place for until August 2025 where pay has reduced as a
result of the Job Evaluation implementation in September 2024.

4.3 The Council has a Market Supplement Policy (which allows additional
temporary payments to be made) for an individual post or job group where it
can be shown that the substantive salary level of the post is adversely affecting

the Council’s ability to recruit and/or retain.

4.4 Where an employee is required to hold a membership of a professional body to
carry out their role, one professional subscription will be paid annually by the

Council on behalf of the employee.

4.5 Long Service Awards are made as follows:



e 25 Years service - £500

e 40 Years service - £500

4.6 Employees are automatically enrolled into the Local Government Pension
Scheme (employees can exercise the right to opt out and casual workers are

not automatically enrolled).

4.7 The Council has agreed policies in place for Acting Up and Honorariums,
Redundancy, Redeployment and Retirement.

4.8 Annual leave is as follows:

e The Chief Executive and Directors, on appointment receive 30 days plus 2
statutory days, increasing to 35 days annual leave plus 2 statutory days after
five years’ continuous service.

e All other staff, including Assistant Directors, on appointment receive 23 days
plus 2 statutory days, increasing to 26 days plus 2 statutory days after five

years’ continuous service.

4.9 Where applicable, the following benefits are offered to staff:

e Flexible working arrangements (can relate to hours or time worked, or full or
part home working including flexibility in start, finish and lunch times).

e Flexitime (allows the accrual of hours, subject to business need, with the
opportunity to take the time accrued at a later point in the form of days or part
days). This does not apply to Chief Officers, Senior Officers or the Chief
Executive.

e Free staff membership at Waterside Leisure Centre for use of the swimming
pool and fitness suite (not classes) to improve the health and wellbeing of
staff working a minimum of 15 hours per week. Use of the swimming pool also
free at Runnymede Leisure Centre with access to the fithess suite at
lunchtimes only.

e Essential car user allowance, where applicable to job role and subject to

annual review in line with policy.
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Remuneration for all other staff

All other staff with the exception of the Chief Executive, Chief Officers, Senior

Officers, apprentices, group exercise and swimming instructors.

5.1

5.2

5.3

5.4

5.5

5.6

This staff group will receive the annual national NJC pay increase for Local
Government employees, if and when offered and agreed by the Local

Government Employers.

Staff in this group are paid at one of eleven pay grades, each with five pay
points derived from the national NJC spinal column points. Posts have been
allocated to a pay grade through a process of job evaluation, using the NJC job
evaluation scheme. These pay grades and scales are published on the

Council’'s website.

All new or revised posts must be evaluated. This is done by trained evaluators

in-house, using the NJC job evaluation scheme-

Usually starting salaries for both internal and external appointees will be at the
minimum of the relevant salary grade. In exceptional circumstances, where
there is sound evidence to support a business case a salary above the grade
minimum may be applied with relevant approval from the Assistant Director
People and Engagement.

Increments will normally take effect from 15t April each year, subject to the
grade maximum and the employee being in post for at least six months. New
employees to the Council, or employees taking up a new role within the
Council, who have not been in post for six months as at 15t April, will receive
their first increment six months after appointment, upon successful completion

of their probationary period.

Incremental progression is not automatic and is subject to a satisfactory review

of performance. The Council reserves the right to withhold increments due to



5.7

6.1

7.1

7.2

7.3

7.4

unsatisfactory performance. Any increment withheld may be paid subsequently
if performance improves to a satisfactory level and no backpay would be due in

these circumstances.

Other payments received by Council staff including Chief Officers and Senior
Officers, will relate to payment for local election duties. These are based on a
locally determined scale according to the number of electorate and payment is
in addition to employee’s basic pay. Fees for conducting Parliamentary and
Police, Fire & Crime Commissioner elections and referenda are determined by

way of a Statutory Instrument.

Remuneration for Apprentices

Apprentices are paid in accordance with the HMRC National Minimum Wage

Rates which are based on age.

Remuneration for Group Exercise and Swimming Instructors

The pay rates for Swimming Instructor and Group Exercise Instructor roles
recognise the commercial nature of the service and the need to ensure that the
rates paid are reflective of the specific industry.

Pay rates for these groups will be subject to annual review each April by the
Council, based on a review of market data. They will not be subject to annual

pay increases awarded by the NJC.

Group Exercise Instructors will be paid one of three rates depending on the

duration of the specific class.

Swimming Instructors will be paid one of two rates depending on the

qualification they hold.



7.5

8.1

8.2

8.3

8.4

8.5

8.6

8.7

These pay rates for both these groups of staff are published on the Council’s
website.

Remuneration for Chief Officers and Senior Officers

Assistant Directors will receive the annual national NJC pay increase for Local
Government employees if, and when offered and agreed by the Local

Government Employers.

Directors will receive the annual national pay increase for Chief Officers if, and

when offered and agreed by the Local Government Employers.

Senior management are paid at one of two pay grades (either Assistant
Director or Director), each with 5 pay points. Posts have been allocated to a
pay grade through a process of job evaluation, using the LGA Senior Manager
job evaluation scheme. These pay grades and scales are published on the

Council’'s website.

All new or revised posts must be evaluated. This is done externally to the
Council by trained evaluators from the East of England Local Government
Association (EELGA).

Starting salaries will be determined on an individual basis based on skills and

experience.

Increments will normally take effect from 15t April each year, subject to the
grade maximum and at least six months in post. New employees to the
Council, or employees taking up a new role within the Council who have not
been in post for six months as at 1t April, will receive their first increment six
months after appointment, upon successful completion of their probationary

period.

Incremental progression is not automatic and is subject to a satisfactory review

of performance. The Council reserves the right to withhold increments due to
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unsatisfactory performance. Any increment withheld may be paid subsequently
if performance improves to a satisfactory level, no backpay would be due in

these circumstances.

Senior management do not receive any additional payments such as bonuses

or performance related pay.

9 Remuneration for the Chief Executive

9.1

9.2

9.3

9.4

9.5

9.6

The Chief Executive will receive the annual national pay increase for Chief
Executives if, and when offered and agreed by the Local Government
Employers.

The salary scale for the Chief Executive includes 3 scale points in one grade.

This grade and pay scales are published on the Council’s website.

The Chief Executive’s role is subject to a process of job evaluation, using the
LGA Senior Manager job evaluation scheme by trained evaluators from the

East of England Local Government Association (EELGA).

The starting salary for the Chief Executive will be determined on an individual

basis based on skills and experience.

As with other new employees to the Council, a newly appointed Chief
Executive who has not been in post for six months as at 15t April, will receive
their first increment six months after appointment, upon successful completion

of their probationary period.

Increments will normally take effect from 1t April each year, subject to the
grade maximum and at least six months in post. Incremental progression is not
automatic and is subject to a satisfactory review of performance. The Council

reserves the right to withhold increments due to unsatisfactory performance.
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9.8

Any increment withheld may be paid subsequently if performance improves to
a satisfactory level, no backpay would be due in these circumstances.

The Chief Executive also receives a Returning Officer fee in respect of District,
County and Town Council elections. Payment for local election duties are
based on a locally determined scale according to the number of electorate and
payment is in addition to the Chief Executive’s basic pay. Fees for conducting
Parliamentary and Police, Fire & Crime Commissioner elections and referenda

are determined by way of a Statutory Instrument.

The Chief Executive does not receive any additional payments such as
bonuses or performance related pay.

10 Publication of remuneration information

10.1 The remuneration of the Chief Executive and Chief Officers is disclosed in the

Annual Statement of Accounts and published on the Council’'s website:

https://www.castlepoint.gov.uk/accounts.

10.2 Details of the remuneration of posts paid over £50,000 are published in the

Data Transparency section of the Council’s website:

https://www.castlepoint.gov.uk/data-transparency.

11 Payments and appointments subject to full Council approval

11.1 New appointments to posts with a salary package of £100,000 and above, plus

appointments to the post of Chief Executive and Chief Officers, will be
presented for approval by full Council. The definition of salary package in this
context includes only annual salary, plus any market supplement applicable to
a post.

10
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11.2

12

12.1

12.2

12.3

Severance packages for staff leaving the Council of £100,000 and above will
be presented for approval by full Council, with the exception of severance
packages resulting from compulsory redundancy which will be presented for
noting to full Council at the earliest available opportunity. Full detail of the
severance package will be presented including Payment In Lieu of Notice
(PILON), redundancy compensation, holiday pay and any other payments.

Pay Ratios

For the purposes of this Pay Policy Statement, employees on the lowest scale
point (SCP) of the Council’s pay structure are classed as the lowest paid
employees. This relates to permanent employees only and excludes casual

workers and apprentices.

The Council’s current ratios, based on annual gross pay of all employees in
post as at 315t March 2023 are:
The ratio of the highest earning officer (Chief Executive) to the lowest paid full
time equivalent employee in the Council is 6.1.
The ratio of the highest earning officer (Chief Executive) to the average of all
other staff in the Council is 5:1.
The ratio of the average of the Chief Executive and other Chief Officers

earnings to the average of all other employees is 3:1.

The ratios set out above should be used as a general guide only. The data
used to calculate the ratios for the different categories of employees may differ
for a variety of reasons which makes direct comparisons difficult. Average

earnings will vary according to the mix of employees at any given point in time.
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